Introduction
The changes in workforce demographics particularly increase in dual-earner families, and single-parents, have resulted in increased multiple role confl icts of work and the family. The work-family confl ict comprises incompatible roles due to the fi xed resources for a person between work and family domains which are often problematic (Blazovich, Smith & Smith, 2013; Galinsky & Matos, 2011) . The Society for Human Resource Management or SHRM (2016) indicated 46% of male and 43% of women professional workers experienced work-family confl ict related to work and family role demands which was similar the 2008 survey by the National Study of Changing (Galinsky & Matos, 2011) and others by Nielsen and Harris along with Pew Research (Parker & Wang, 2013; Shannon-Missal, 2014) . The management support of fl exible work arrangement declined from 31% to 14% between 2005 and 2016. The predicted exponential growth within the service sector (Coenen & Kok, 2014 ; World Bank, n.d) has warranted an investigation. Employees' increased role demands and uncertain working schedules and limited resources (such as time) that are often problematic (Coenen & Kok, 2014; Henly & Lambert, 2014) . The concept of schedule could mitigate employees' inter-role confl icts (Allen, Johnson, Kiburz, & Shockley, 2013) . The unmanaged employees' issues and concerns present organizational challenges such as organizational commitments and job performance in the United States (De Janasz et al., 2013) that necessitated this investigation. The purpose of this quantitative, non-experimental study was to determine the effects of employees' use of fl exible work arrangements (such as a fl exible work schedule and telecommute), with relation to work-family confl ict and family-work confl ict (as covariates), and organizational outcomes such as organizational commitment and job performance (as dependent variables) for employees in the state of Texas, United States based on self-reported sample population.
The United States (US) workforce demographics have changed and grown steadily over the last few decades as a result of a growing number of female workers, divorced workers, and members of the Generations X and Y (Minnotte, 2012) . The family structures have changed since the mid-1980s resulted in increased employees' responsibilities toward work and family (Galea, Houkes, & De Rijk, 2014) . The role demand may affect employees' work performance (Cheung & Wong, 2013) . In 2012, Human Resource Management ranked the workplace fl exibility benefi ts of organizations as the highest in priority besides job compensation and career opportunities for job seekers (Cairns, 2013) . Fortune magazine reported that 82% of the best 100 companies offered employees the option to work at least 20% of the time remotely.
Failure to recognize the work-family confl ict issue may harm organizational outcomes such as employees' organizational commitment (Caykoylu, Egri, Havlovic, & Bradley, 2011) and job performance (Bal et al., 2012; Blazovich, Smith, & Smith, 2013) . The telecommuting and variable work schedules remain the most favored forms of fl exible work arrangement practices in many organizations nationwide (Wells-Lepley, Thelen, & Swanberg, 2015) and for new hires (SHRM, 2013). The options are negatively related to work-family confl ict and familywork confl ict (De Sivatte & Guadamillas, 2013; Duncan & Pettigrew, 2012; Thompson, Beauvais, & Lyness, 1999) . Reduced levels of work-family confl ict among employees may decrease negative effects and may improve employees' work productivity (Blazovich et al., 2013; Carlson et al., 2014) in which an organization can leverage its competitiveness in a global economy (Fiksenbaum, 2013; Maharshi & Chaturvedi, 2015) .
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The respondents' self-administered and self-reported data was collected online/web survey (via Qualtrics) without manipulation based on previously published instruments. The questionnaire survey was limited to a sample of employees with fl exible work arrangement experience to gather their opinions or perceptions about the program concerning covariate and dependent variables. The parametric assumption violation of normality created doubt or authenticity of the ANCOVA fi ndings. This warranted further analysis to include Kruskal-Wallis analysis for non-parametric data analysis with fewer restriction assumptions regarding non-normally distributed data.
Literature review
A modern full-time employee expected to work long hours (Munsch, Ridgeway, & Williams, 2014) has been unwilling to sacrifi ce personal values for good pay and their jobs (Chernyak-Hai & TzinerNetanya, 2015). Despite a high acceptance level of fl exible work arrangement practices by certain workers, the programs are out of reach to many workers in various organizations (Sweet et al., 2014) . Flexible work options provide leverages to manage work and life roles more effectively (Wickramasinghe, 2012) . The options provide employees to manage their work such as to work later in the day, discretion on start or end times or work remotely (telecommuting) without compromising performance. Sturman and Walsh (2014) examined the relationships of employees' working hours with fi t and organizational support, job stress, work-family confl ict, and turnover intentions. The results revealed that the majority of workers worked 13 extra hours per week which is a relevant concern to many workers in the United States Organizational support and employers attentive to workers' needs may induce positive feelings, behaviors, and attitudes in the workplace which could result in a long-lasting relationship of reduced negative organizational outcomes (such as increased organizational commitment and job performance). This quantitative longitudinal study included 2,571 respondents from various professions in the fi rst wave of data collection and 1,665 in the second survey which was administered online.
Based on a study that utilized both qualitative (focus study group) and quantitative (fi eld data analysis) investigation methods, work-family confl ict issues correlate negatively toward work attitudes. The sample population included 48 graduate students from a public university of Naples in Southern Italy who engaged in a roundtable discussion. The lack of organizational mechanisms to assist workers to manage work and personal life may lead An examination of the relationship between fl exible work arrangements, work-family confl ict, organizational commitment, and job performance to lower morale and result in consequences such as decreased employees' organizational commitment (Buonocore, Russo, & Ferrara, 2015) . The study aimed to investigate workers' of various generations (baby boomers, Gen Xers, and Millennials) in Italy and their perceptions about work-family confl ict. The fi ndings revealed that generational workers were not correlated to the work-family confl ict with organizational commitment. The use of fl exible work arrangements may be successful when explicitly stated in the company policy and supported by managers (Gözükara & Çolakoğlu, 2015) . Telecommuting trended up 34% and 66% in 2005 and 2016 with small companies likely to offer workplace fl exibility (SHRM, 2016). The American Psychological Association (2011) sponsored a study showed that only 36% of United States workers were satisfi ed with the employer offered work-family balance programs (Kossek, Baltes, Matthews, 2011) . Another survey included private and public faculty members in Punjab, Pakistan indicated a positive association between fl exible work arrangement practices and organizational outcomes (Galea et al., 2014) . This qualitative interview of 15 employees indicated that fl exible work arrangements are fundamental for employees to balance multiple roles related to work and family. Conversely, Bhave, Kramer, and Glomb (2013) found a negative relationship between employees' satisfaction with organizational benefi ts (such as medical health insurance and pay) and work-family confl ict. A qualitative case study investigation by Atkinson and Hall (2011) about the effects of fl exible work arrangements revealed that employees were satisfi ed with the practices and increased their wellbeing. Another study by De Sivatte and Guadamillas (2013) explored the impact of employees' use and implementation of fl exible work arrangements on organizational outcomes. The survey included 480 responses from many private organizations in Spain where fl exible work arrangement practices were available. These results were similar to Goh, Ilies, and Wilson (2015), and Gözükara and Çolakoğlu (2015) which concluded that informal rather than formal practices were more effective in reducing work-family confl ict (Goh et al., 2015) . The work-family confl ict has gotten the attention of public, national, and organizational leaders due to its prevalence (Burke, Koyuncu, & Fiksenbaum, 2013; Brown, 2010) . This was two-year quantitative research of 12,095 sample population experienced several work-related demands, shift work, job insecurity, and other work and family-related challenges.
The study revealed that work-family confl ict and other factors were related to employees› work performance. Vol. 23, No. 2
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Research Method and Design
The non-experimental quantitative research design was used to investigate work-family confl ict as a real issue in operation and management to test role theoretical knowledge and to determine the study objectivity based on statistical data analysis (Quick & Hall, 2015c). The study design provided insight into the understanding of variable interaction and inferential statistical analyses and interpretations (Zikmund, Babin, Carr, & Griffi n, 2010).
The variables (constructs) for the study included fl exible working arrangements (fl extime and telecommuting practices) categorical dummy predictor variable, work-family confl ict and family-work confl ict as covariates, and organizational commitment and job performance as outcome variables or dependent variables.
The white-collar employees' demographic characteristics included age, gender, education, income, rank, race, and job classifi cation or tenure information valuable to determine further variable relationships. The respondents' selfadministered and self-reported data were primarily collected online/web survey (via Qualtrics software) without manipulation based on previously published instrument questionnaire. The questionnaire survey was limited to a sample of employees with fl exible work arrangement experience to gather their opinions, attitudes, or perceptions about the program with predictor, covariates, and dependent variables. The survey participants were primarily recruited through permission in organizations and institutions and the researcher's networks. The snowballing technique was used as a secondary or complementary recruitment technique. The identifi ed sample was requested to forward the email/text message and the link to potential participants through their social networks (snowballing). The ANCOVA and Kruskal-Wallis research techniques were used given the nature of the survey data complexity and assumption.
A survey of self-reported responses was sent to 360 to primarily two potential institutions in Dallas/Fort Worth and Arlington Texas. The purposive sampling survey used employees with fl exible work arrangements experience and geographical restrictions. A minimum of 115 participants was required based on the number of independent and dependent variables in the study (G*power tool), 95% confi dence interval (0.05 alpha two-tailed test). The response rate was about 50%. The respondents for the study included 237 workers with formal and/or informal fl exible work arrangement practices, such as fl exible schedules and telecommuting options. A total of 21 responses were not usable due to incomplete critical data to the study.
An examination of the relationship between fl exible work arrangements, work-family confl ict, organizational commitment, and job performance
The questionnaire survey enabled the researcher to collect raw data on fl exible work arrangements and workers' beliefs, attitudes, and emotions about their organizational commitment and work performance. The 25 survey questions were structured, specifi c, and narrowed to minimize general phenomenon by assigning measurable values related to specifi c constructs and scales. Each question was linked directly to a specifi c construct and instrument scale to analyze the variables' association strengths. The questionnaire questions were chosen from various previously published instruments to measure employees' perceptions and feelings about the study variables. The instruments used to create the questions included fl exible work arrangement practices (Thompson et al., 1999 The researcher obtained permission to use or modify selected parts of these previously published instruments for the research study. The study variables were interval variables within the survey measured through Likerttype interval scales (Table 1) . For each construct item, the lowest score meant less agreement to the statement and the highest score translated to complete agreement with the statement. The survey items were tabulated to refl ect the participants' responses and to evaluate the variable relationships regarding the use of fl exible work arrangements and work-family confl ict on organizational outcomes. Vol. 23, No. 2 (7) Source: own study
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Data analysis
The Qualtrics web-based software enabled the extraction of data in SPV format uploaded in SPSS for data analyses. The survey was comprised of six sections starting with demographic information followed by the study questionnaire. Data were analyzed using the SPSS data computations statistical methods for testing predictor and outcome variable relationships using ANCOVA and Kruskal-Wallis coeffi cient. Other SPSS statistical outputs including descriptive types (such as mean, median, mode, and standard deviation data) were used to assess variable relationships. The visual inspection of assumptions such as histograms, probability plots, and scatter plots were assessed to determine patterns, shapes, trends, and relationships. The descriptive statistics drawn from the sample population included the selection of the mean, standard deviations, and other statistical outputs that were selected and used to evaluate the study results. The validity was evaluated based on specifi c instruments and previous studies.
The study covariate variables were measured on an interval scale, the relationship assumption between the dependent variable and each level of the independent variable. The Kolmogorov-Smirnov and Shapiro-Wilks normality tests were signifi cant (P<.05) for job performance suggesting that data was An examination of the relationship between fl exible work arrangements, work-family confl ict, organizational commitment, and job performance not normally distributed per ANCOVA validation assumptions (independent variables vs dependent variables). However, the result for organizational commitment was non-signifi cant or P>.05 that data were normally distributed.
The inconclusive data normality test resulted in employing Kruskal-Wallis which doesn't require normality assumption. Therefore, two techniques the ANCOVA for a parametric and Kruskal-Wallis for non-parametric datasets were utilized for this study. There are several assumptions for using ANCOVA that the covariate has to be at least approximately continuous, the relationship between the dependent variable and the covariate has to be linear within each level of the independent variable, variance homogeneity and normal distribution within each level of the independent variable. The make-up of employees' use of fl exible work schedules represented 97 (40.9%), 37 (15.6%) comprised of telecommuters, and approximately 103 (43.5%) utilized both fl exible work schedules and telecommuting in their organization. The survey demographics showed respondents were 133 males and 104 females and 138 married employees with children under 18 years old. Employees included 111 with a bachelor's degree and 84 with a master's degree and higher. About 45% of employees worked in the fi rm for more than 3 years and 60.3% of employees came from a family with two and more income earners.
The outliers were within ±3 in the data range and no extreme outliers outside the mean range and standard deviation. Therefore, there were no cases with standardized residuals and extreme outliers. The skewness and kurtosis are valid and robust measures for normally distributed data (Field, 2013) . The skewness or the kurtosis values were less than one for the dependent variables which were an indication of fairly distributed data for parametric analysis. Therefore, the visual inspection, skewness, and kurtosis suggest that the study data met the minimum data distribution requirement. The Levene's test was not statistically signifi cant data assumption of the equality of variances P>.05 (see Table 4 ) for job performance and work-family confl ict and family-work confl ict as covariates (at each level). Conversely, the result was statistically signifi cant for organizational commitment or P<.05 (see Table 4 ) and work-family confl ict and family-work confl ict as covariates (at each level-a violation of equality of variance ANCOVA assumption). The interaction between FWAs and covariates work-family confl ict and family-work confl ict (test of between-subjects effects) was not statistically signifi cant meeting ANCOVA homogeneity assumption (P>.05) as shown in table 5. The Durbin-Watson test was 1.87 which confi rmed no autocorrelation of residuals among predictor and outcome variables (Greene, 2012) . The values were within the acceptable range of critical values. The Vol. 23, No. 2
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Durbin-Watson confi rmed lack of type II error implies a failure to reject the null hypothesis (H 0 ) when it is false and vice versa to type I error. The Kolmogorov-Smirnov and Shapiro-Wilk tests for data normality assumptions were signifi cant of alpha P < .05. This was an indication of data deviation from ANCOVA normality assumption for each level of FWAs and job performance. However, the relationship for each level of FWAs and organizational commitment was not statistically signifi cant (P>.05), an indication of normally distributed data as shown in table 2. The variable data transformations were performed to normalize data to fi t parametric analysis. The methods of data transformation included the logarithm method for a family-family confl ict data (Greene, 2012) . The job performance variable failed normalization data transformation. The P-P plots, Q-Q plots, and histograms were visually inspected. The visual graphs showed a fairly distributed data except for job performance variable. The scatter plots were inconclusive for ANCOVA linearity relationship assumptions. However, the data transformation helped to reduce skewness and kurtosis to less than 1 ( Source: own study The Kruskal-Wallis analysis was to determine if there were any differences between employees' use of fl exible work arrangement types (fl exible work schedule and telecommuting) and in the means of employees' work-family confl ict, family-work confl ict, and the organizational outcomes of job performance and organizational commitment. The data was measured on Likert scales for dependent variables, with three levels of fl exible work arrangements coded as dummy variables (fl exible work schedule, telecommuting, and utilization of both options) based on Kruskal-Wall analyses (Field, 2013) . The SPSS labels the Kruskal-Wallis test as chi-square (X 2 ) measurement and uses "Asympt. Sig." as to whether signifi cant or not signifi cant (Field, 2013) indicated on the evaluation of fi ndings.
The Kruskal-Wallis non-parametric analysis produced no statistically signifi cant differences between employees' use of fl exible work arrangement types (fl exible work schedules and telecommuting) independent variables and dependent variables (work-family confl ict, family-work confl ict, job performance, and organizational commitment) or P>.05 (Table 8 ). However, the P-value was within the margin of error or rounding differences (P=.057) in support or similar to ANCOVA result for a family-work confl ict as the dependent variable. Because there were no statistically signifi cant relationship/differences based on Kruskal-Wallis analyses, the post hoc/pairwise comparison tests could not be produced. The post hoc result would have revealed the fl exible work arrangement group/s if there was a statistically signifi cant difference or relationship. However, the rankings show some differences in the use of fl exible work arrangements (table 7) to confi rm to ANCOVA result. 
Evaluation of Findings and Conclusion
The ANCOVA parametric analysis result indicated signifi cant relationships (P=.05) between fl exible work and organizational commitment holding familywork confl ict as a covariate (table 6) . The post ad hoc revealed signifi cant relationships (P=.05) when employees use both fl exible work schedules and telecommuting holding family-work confl ict as a covariate. However, no statistical evidence to support employees' use of fl exible work schedules or telecommuting (table 6) . Also, the ANCOVA parametric analysis results indicated no signifi cant relationships between fl exible work arrangement types (fl exible work schedules and telecommuting) independent variables and dependent variables (job performance and organizational commitment) holding work-family confl ict as a covariate or P>.05 (table 6). 
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The Kruskal-Wallis non-parametric analysis produced no statistically signifi cant differences between employees' use of fl exible work arrangement types (fl exible work schedules and telecommuting) independent variables and dependent variables (work-family confl ict, family-work confl ict, job performance, and organizational commitment) or P>.05 (Table 8 ). However, the P-value was within the margin of error or rounding differences (P=.057) in support or similar to ANCOVA result for the family-work confl ict as the dependent variable. Because there were no statistically signifi cant relationship/differences based on Kruskal-Wallis analyses, the post hoc/pairwise comparison tests could not be produced. The post hoc result would have revealed the fl exible work arrangement group/s if there was a statistically signifi cant difference or relationship. However, the rankings show some differences in the use of fl exible work arrangements (table  7) to confi rm to ANCOVA result.
Based on the results of ANCOVA and Kruskal Wallis analyses, the whitecollar employees studied in this research established a signifi cant relationship between the use of fl exible work arrangements (the use of both fl exible work schedules and telecommuting), organizational commitment outcome variable, and family-work confl ict as a covariate. The ANCOVA result further showed that the independent use of either fl exible work schedules or telecommuting had no value to employees when holding work-family confl ict as a covariate and job performance and organizational commitment as dependent variables. The results confi rmed that organizational available resources such as employees' control of their schedule and telecommuting had a signifi cant effect on the management of family role confl ict. Management together with Human Resource should evaluate the multiple uses of various types of fl exible work arrangements to improve employees' organizational commitment.
The fi ndings of fl exible work arrangements (fl exible work schedule and telecommuting) and work-family confl ict, family-work confl ict, and organizational confl ict may suggest blurred or about 51% of employees could be working long hours by transferring non-work time and diffi cult to determine the differences between work and family roles (SHRH, 2016). Also, the respondents having utilized fl exible work arrangements regularly may view the benefi ts as a normal business practice or a right which may not affect. Future research should replicate this study to include fl exible work arrangement users vs. non-fl exible work arrangement employees. Also, extending this research beyond the service sector and other States and countries could be valuable to confi rm these results. Also, a similar study is needed to investigate employees' perceptions if the fl exible work arrangement An examination of the relationship between fl exible work arrangements, work-family confl ict, organizational commitment, and job performance options were reversed in their organizations. Lastly, a longitudinal study incorporating many variables would be worthwhile to determine causation and further analyze the effect of the demographic composition. Keywords: Flexible work arrangements, fl exible work schedules, job performance, organizational commitment, telecommute, work-family confl ict.
Summary
Streszczenie
Badanie związku między elastycznymi ustaleniami dotyczącymi pracy, konfl iktem między rodziną a pracą, zaangażowaniem organizacyjnym i wydajnością pracy Wielu pracowników w USA często zmaga się z wewnętrznym konfl iktem roli między pracą a rodziną. Liderzy biznesu i zarządzanie zasobami ludzkimi (HRM) mogą jednak nie rozpoznać problemu dotykającego pracowników umysłowych. Celem tego nie eksperymentalnego badania ilościowego było ustalenie, czy istniał związek między korzystaniem przez pracowników z elastycznych warunków pracy jako zmiennych predykcyjnych (takich jak elastyczne harmonogramy pracy i telepraca), a konfl iktem na linii praca -rodzina oraz konfl iktem na linii rodzina -praca jako zmienne towarzyszące i wyniki organizacyjne (takie jak zmienne dotyczące zaangażowania organizacyjnego i wyników pracy). Dane z ankiety własnej objęły 237 pracowników, którzy skorzystali z elastycznych warunków pracy w organizacjach usługowych w stanie Teksas. Niejednoznaczne założenie danych parametrycznych ANCOVA spowodowało dalsze zastosowanie analizy statystycznej Kruskal-Wallis z mniej restrykcyjnym założeniem normalności. Analizy ANCOVA i Kruskal-Wallis wykazały statystycznie istotny wynik w zakresie korzystania przez pracowników z elastycznych opcji pracy (połączenie elastycznych harmonogramów pracy i telepracy ) w celu złagodzenia konfl iktu na linii rodzina -praca. Zastosowanie jednej opcji (elastyczne harmonogramy pracy lub telepraca) było statystycznie nieistotne dla pracowników. Pomimo rygorystycznych badań ograniczenia są nieuniknione, szczególnie w przypadku danych własnych i badań nieeksperymentalnych. Trudność w ustaleniu uczciwości uczestników, niezamierzone wprowadzenie w błąd odzwierciedlone zostało w zasadności
An examination of the relationship between fl exible work arrangements, work-family confl ict, organizational commitment, and job performance badania (Hunter, 2012; Matsui i in., 2005). Niemniej jednak badanie dostarczyło zarządowi organizacji dogłębnej informacji o nieprzeoczeniu zastosowania elastycznych praktyk w zakresie organizacji pracy w celu złagodzenia konfl iktu między rodziną a pracą pracowników (Gözükara i Çolakoğlu, 2015) w celu osiągnięcia wyników organizacyjnych. Przyszli badacze powinni powtórzyć to badanie, aby uwzględnić użytkowników elastycznych organizacji pracy w porównaniu z nieelastycznymi pracownikami organizacji pracy w innych stanach, regionach i branżach.
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